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Study of the Status of Women Faculty at

Indiana University, Bloomington Campus

In May, 1970, the Indiana University Chapter of the American Association

of University Professors instituted a study of the status of women faculty

at Indiana University, Bloomington Campus. The Committee chose four areas

for intensive examination after polling women faculty members. The areas

were hiring, promotion, salary , and power position. During the course of

these studies the administrative.officers, the faculty, and their spouses have

beey very cooperative, supplying most of our data, and we wish to express our

gratitude to them. The results indicated that discrimination existed in

each of the areas investigated. Consequently, the Committee recommends that

the following corrective measures be considered:

Recommendations to Indiana University, Bloomington Campus.

Recommendation 1. Policy.

a. The University shall not discrinrinate against persons on

the basis of sex or marital status in hiring, promotion,

tenure, salary, power position, or in any other area.

b. The Chancellor shall appoint some m.ember(s) of his office

or of the faculty to survey all policies which might

diminate against women in the university community

e_s4her by explicit statement or in fact. This person

or persons would review progress on all of the accompany-

ing recommendations and report the progress annually.

c. Whenever the University announces its policy prohibiting

discrimination, it should state that discrimination

based on sex also is prohibited.

d. The University shall impose aporopriate sanctions upon

the personnel who discriminate against persons on the basis

of sex.

Recommendation 2. Hiring. The Chancellor's Office shall issue a

directive to all deans and departmental chairmen instructing

them to increase the ratio of women on the faculty of Indiana

University. This directive should be issued immediately and

would be implemented in the following ways:



a. Dossiers of applicants shall be treated equally, without
regard to ec or marital status.

b. Whenever the credentials of a woman match or excced those
of a male competitor, the woman shall be given the offer.
This policy should remain in effect until the ratio of
women on the faculty in regular positions equals the ratio

of women receiving terminal degrees. At all times in the
'future the ratio of women on the faculty should approximate
the ratio of women with terminal degrees.

c. The departments and schools should actively seek oat
qualified women by making statements about our policy in
their recruiting activities.

Recommendation 3. Salary. Immediate steps should be taken to remedy
salary differentials that exist for women presently on the faoulty.
All decisions about salary shall be based on the criteria stated
in the Faculty Handbook, excluding all other considerations.

Recommendation 4. Promotion.
a. The Chancellor's Office shall stipulate that at least one

woman be appointed to the All-University Promotions and Tenure

Committee and that deans be instructed to appoint women to
their Promotions and Tenure Committees whenver feasible. Hope-
fully, the presence of women on these committees will helP to
prevent the possibility that discriminatory attitudes might
influence decisions about promotion and tenure.

b. The members of the committees should be made aware of the
subtle facotrs that tend to operate against women and
should be instructed to attempt to avoid letting any of
these considerations influence their thinking.

c. After proportionate representation has been achieved on
the entire faculty, representation on the committees should

be proportional.
d. When th'e All-University Promotio*and Tenure Committee

conducts its routine check of persons who have not been
recommended for promotion after a set period of time,
particular attention be directed toward assessing the
possibility of discrimination on the basis of sex.

Recommendation 5. Power Position. A strong positive effoi..t should

be made to involve T,?omen in significant administrative and committee

appointments within. the University.

Recommendation 6, Maternity Leave, The University should adopt
a written policy allowing women to take a one-semester leave of absence

per pregnancy. This leave would be without pay. Time on leave would
not count toward tenure, the possibly delaying the tenure decision
occasionally, but would otherwise be treated as leaves of absence
granted for any other reason.

Recommendation 7. Independence of Faculty Spouses.
a. The Chancellor shall instruct all deans and departmental chair-

men that all decisions, including those in the areas cited in
the previous recommendations, be based on the performance of the
individual in question and not upon her or his status as a faculty
spouse.
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b. Whenever the spouse of a faculty member or prospective faculty

member applies for a position, the application shall be accorded

the same consideration given to other applications.

c. If the applicant is in the same department or area as the

spouse, the departmental chairman or dean may request that the

Dean of Faculties appoint a committee of three people from

allied fields to make an evaluation of the credentials of

the applicant. This committee will report its uvaluation to

both the Dean of Faculties and to the departmental chairman or

dean.
d. No person shall be denied consideration because her or his

spouse has not be granted a position or because the spouse

will not be continued in a position at Indiana University.

Recommendation 8. Child-care Facilities. The University has a

obligation to review the local child-care facilities to insure

that lack of child-care opportunities is not operating as a

deterrent to women. If the existing facilities are found to be

a deterrent the University should take positive steps to provide

such facilities.

Recommendation to the AAUP, Indiana University,

Recommendation 9. Study of the Status of Part-time Faculty.

The AAUP shall appoint a commitee to study the status oi part-

time faculty at Indiana University.

4



The membership of the Indiana University Chapter of the American Associa-

tion of University Professors endorsed the recommendations of the

Committee on the Status of women Faculty at their meeting on January 14,

1971, with one ehanae in wording.

Recommendation 2b sbould read:

b. Whenever the credentials of a woman match or exceed those

of a male competitor, the woman shall be given tha offer.

This policy should remain in effect until the ratio of

women on the faculty in regular Positions in each department

or school equals the ratio of women vith terminals degrees.

At all times in the future the ratio of women in each de-

partment and school should approximate the ratio of women

with terminal degrees in the various fields of study.



14

The Scope of the Investigation

Title VII of the Civil Rights Act of ,_)64, Section 703, prohibits

federal employers from discriminating against individuals because of their

...race, color, religion, sex, national origin..." This title covered

federal employers only, exempting state institutions such as universities.

The Executive Order 11375, October 13, 1967, explicitly prohibited dis-

crimination on the basis of sex in federal employment, employment by

federal contractors and subcontractors, and employment on federally assisted

construction. Through their acceptance of federal support, universities

are subject to Executive Order 11375.

To determine whether or nr "Ina University- s discriminating

against women, the AAUP CommitteL oa W-Illen Faculty explored a number of

areas in which such discrimination might have existed. The study was

limited to full-time faculty positions on the Bloomington Campus. The

study did not include individuals with appointments to or sponsored by

the regional campuses even though they were located in Bloomington. These

limitations were dictated by a desire to conduct the study quickly enough

to make the findings timely, by other reasonn of expediency, and by the

need to obtain most of the information in the summer of 1970.

The first problem faced by the Committee was the identification of

the areas in which discrimination on the basis of sex vas most likely to

have occurred or which seemed most serious. This information was sought

from the persons in a position to know about discrimination based on sex;

the women faculty members at Indiana University. A questionnaire was sent

to 100 full-time women faculty who held the rank of assistant professor or

above. The questionnaire asked for 1) personal experience of discrimination

6
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based on sex, documented as fully as possi.ble, 2) information about other

women faculty who claimed discrimination based on sex, and 3) rankings of

nine areas of possfble discrimination. The respondents were encouraged to

add areas to the list to be ranked. Four women had resigned their positions

at Indiana University and did not respond; 30 responded in writing; 59 were

contacted by telephone; and seven were on leave or failed to return the
1

questionnaire. Of the total of 89 respondents, 18 stated that they were

not aware of any discrimination on this campus that could be attributed to

sex, and 10 preferred to make no comments. The remaining 66 women suggested

that discrimination against female faculty might have occurred in one or

more of the areas listed in Table 1. Table I also presents the frequencies

withvhich each area was givenarank. Using this informatior as an index

of importance attached by the respondents to each of these areas, the

Committee selected four for more intensive study: hfr5w, promotion,

salary, and power position.

Hiring

Hiring practices vary considerably throughout the University and the

faotcrs that contribute to hiring decisions typically are not open to public

scrutiny. The Committee assumed that evidence of subtle discrimination

against women would be manifested in a disproportionately low incidence

of women on the faculty in statements professing disapproval of hiring

women, or in a climate generally discouraging to women. Consequently, the

investigation of hiring examined 1) the observed and expected broportions

of women on the faculty; 2) attitudes of chairmen and deans toward hiring

women; and 3) the formal and informal experiences of faculty wives with

hiring policies of Indiana University.

7
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Table 1

Possible Areas of Discrimination Listed on Women Faculty's Questionnaire

and Freauencies of Ranking

Hiring 26

Work load 17

Institutional support 16

Salary 44

Promotion 32

Tenure 17

Course Pssignment 15

Nepotism 19

Power position

Psychological disadvantages 4
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Proportionate Representation.--One procedure for evaluating the

possibility of discrimination against the hiring of women is to compare the

proportions of women i; faculty positions at Indiana University, Bloomington

Campus, wit the proportions of women receiving terminal degrees throughout

the United States. This procedure assumes that the proportions of women

receiving terminal degrees nrovide an estimate of the representation of

women in the pool from Which faculty members are recruited.

The distribution, by sex, of the faculty among the various shcools

of Indiana University was tabulated for a three-year period, 1 967-68, 1968-

69 and 1969-70 (Tables 2, 3, 4). The information for the years 1967-68

and 1968-69 was taken froln the Indiana Univeraity Register for those years

and might ;lave omitted a fft7 late appointees to the faculty. The information

for 1969-70 was obtained from the chairmen and deans of the schools by

another organization, the Concerned University Women
1 and rechecked by the

Committee. All indlvidue,ls with joint appointments were assigned to what

was judged to be their Dvimary department. The same assignments were made

for all three years.

The percentages cf Vomen on the faculty remained relatively constant

aver the three-year period: 10.6% in 1969-70, 10.1% in 1968-69 and 10.2%

in 1967-68. Most of the women were at the lower academic ranks. In

1969-70, 26.9% of tlae inatructors were women; 5.2% for the full professors

were women. This tendertY for the proportionate representation of women to

decrease with increased rank also remained fairly constant aver the three

years studied. The Percentages of instructors or lecturers who were

women varied from 20.3% (1967-68) to 26.3% (1969-70) and the percentages of

women full professors, from ti.2% (1967-68) to 5.2% (1969-70).

9
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The proportions of women on the I. faculty must be compared with the

proportions of qualified women in the U:aited States to evaluate the pos _oility

of discrimination based on sex. DiscrImination attributable to sex could be

inferred only if the proportions of wcIlen on the I.U. faculty differed

significantly from the proportions of -,,-amen in the pool of qualified personnel.

To answer this question, the numbers ani percentages of women receiving

terminal degrees from all institutions of higher learning in the U.S. in

fields offered at Indiana University were obtained from the publications of

the United States Office of Education for the years, 1958-1968. Table 5

lists the percentages of terminal degrees conferred on women by all institutions

in the United States. These percentages are broken down by area of study for

the ten-year period. The percentages given in Table 5 are calculated from

the total numbers of terminal degrees awarded (Table 6) and the numbers

granted to women (Table 7). The overall percentage of'women receiving terminal

degrees during the ten years (18.1%) exceeded the percentage of women on the

I.U. faculty for the three years studied (10.3%). Thus, women, appear to

be under-represented on the Bloomington Campus faculty of Indiana University.

The discrepancies varied from field to field. The percentages of women

receiving terminal degrees in individual fields may be contrasted with

the percentages of women employed in those fields at lu. in 1969-70 by

comparing the right-most columns of Tables 5 and 2. The greatest differ-

entials occurred in the eid, o Music, Fine Arts, East Asian Languages,

Spanish and Portuguese, and Anthropolcgy. The apparent differentials assoc-

iated with Classical Studies and Comparative Literature arose in part from

the fact that most of the faculty in these departments at I.U. have their

primary appointments in other departments.

The disproportions noted above might have arisen because some qualified
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women voluntarily withdrew from the labor force or never entered it.

2
Studies of women doctorate indicated that seven to eight years following

graduattn,81.3% to 82% of the women were working full-time, despite the fact

that most of women surveyed were 34 years of age or less, the age range of

least labor force participation short of retirement. One of these studies

reported that labor force participation rose to 91% when part-time positions

were included and that only 2% had never been emnloyed since receiving the

doctorate.

For purposes of comparing the estimated number of women in the pool

fY'om which faculty are hired and the number of women on the I.U. faculty,

the conservative assumption was made that 81% of the women receiving terminal

degrees during the years 1958-68 entered the labor force. Presumably, then,

an average of 45238.5 women both received terminal degrees and entered the

labor force each year, or 14.6% of the total qualified pool. This figure,

14.6% may then be compared with proportionate representation of women faculty

on the Bloomington Campus, 10.6%. The expected number of women faculty in

1969-70.would be 190; the observed number was 138. The comparable expected

and observed numbers of male faculty members were 1110 and 1162. These
2

differences were statistically significant, ,C (1) = 16.67, p

indicating that women were not represented on the faculty of the Bloomington

Campus in proportion to the numbers of qualified women likely to be available

in the United States, even when possible labrx-force dropout was taken into

account. While it is true that some academically qualified women and men

are not employed in academics, this type of evidence of the disproportionately

low incidence of women on a faculty has been the basis of suits filed against

more than 200 universities charging discrimination because of sex.
3

3
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Attitudes toward hiring women: Statements by Chairmen.--Information

about the attitudes of departmental chairmen and deana toward hiring women

was obtained from a survey conducted by the Concerned University Women.

The questionnaire prepared by the Concerned Women was taken to all departmental

chairmen in the College of Arts and Science and to the deans of the other

schools of Indiana University, in May and June, 1970. In addition to asking

for the total numbers of faculty and of women at each rank, which provided

most of the entries in Table 2, and other questions
/4

, the questionnaire

asked if the respondents approved, disapproved, or had reservations about

hiring women. Thirty-four respondents approved; two disapproved; six had

reservations. This question was not answered in the four cases when secre-

taries filled out the questionnaire. A single statement of disapproval may

be used as evidence of institutional discrimination.

Attitudes toward hiring women: Exceriences of Faculty Wives.--

Another approach to the question of hiring was to determine the response

received by qualified faculty wives who applied, formally or informally, for

faculty positions at Indiana University. A questionnaire was constructed

which asked about the fields and degrees held by the respondents, about their

experiences with hiring policies, whether they thought discrimination, if

any,was attributable to sex, etc. The questionnaire was sent to 552 women

who were wives of faculty listed in the Schedule of Classes, Summer Session,

1970, and to other faculty wives known to be in Bloomington during the summer

of 1970. Faculty wives with full-time fact71ty appointments at the rank of

assistant professor or above were excluded from this mailing because they

had received the questionnaire sent to women faculty members.

A total of 204 women responded, 28 or 13.7% had terminal degrees, and

were assumed to be qualified, academically, for employment by universities.

24
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Three of the women with terminal degrees did not want a faculty position,

one will be employed as faculty; 14 have been, or are employed in temporary,

part-time teaching positions or as research associates even though they

sought full-time academic employment; and ten had sought faculty appoint-

ments unsuccessfully (some had held temnorary appointments in the past.)

Many of the respondents felt that discrimination related to sex existed

in the hiring policies of Tndiana University or some of its departments.

Some women reported encountering a general resistance to hiring women:

"There was an opening, definitely temporary, for some-
one to teach until the position could be
filled permanently. I was fully qua_ified to teach it;
my name was proposed by a member of -he department,...
and the reaction of Dr. , who ws then the chair-
man..., was "Oh no, the Trustees woulc never hear of it:"

Dr. was notorious for hi contempt for female
. Had he wished he could have hired me,...

.The graduate student who got the job was less well
qualified than I."

is exceedingly well cualifiedvery
good lecturer--and she was told that she would never
be given a position by

It is a definite policy of the chairman of the
Department not to hire any woman instructor, however
qualified (whether single or married)...

Other women felt that the discrimination was against hiring faculty

wives:

"I was admitted as a grad student...with a T.A. Six
months later, I married a faculty member in the
Department. I continued my studies...while receiving
continuous direct and indrect indications that I would
never be considered for employment at I.U., even if
I changed my field, because I was a faculty wife.
One senior faculty member, in a position of hiring power,
told me that he did not like hiring wives because of a
potential "block vote" between husband and wife if,
per chance, they should be assigned to the same commj-ttee.
(The fact that the important committees in the
Department have been controlled by power-blocks formed
by certain common interests during the last few years
didn't seem to count in the same way.)

25



wives:

...I realized that it would be useless to continue my
studies without prospects for a job. However, I have
not been academically idle... The respondent detailed an
impressive list of her professional activities. I might
add that the most common responses I have had to my
complaints about practices here have been, 'Why don't you
have a baby?'...
...a...friend of mine asked Prof. if she could hire

me to work with her...He is said to have said that he never
hired faculty wives..."

...I was constantly discouraged by remarks that there
was a general policy against wives teaching at the same
institution as the husband."

-.)-lher related complaint was that advantages were taken of faculty

"I was offered the same kinds of iobs I had had previously
as a graduate student, even thou:2n I was more fully eualified
and ex7erienced. When I inquired about obtaining a regular
faculty appointment, I was told i would be considered last,
after all other candidates...To my knowledge, no male Ph.D.'s
were offered only left-aver courses to teach for one semester
at the last minute, with no promise of employment until final
course assignments were being made... ... (Men) were appointed.
Assistant Professor as soon as they obtained the Ph.D."

"Because of my status as a faculty wife I am kept at a
very law salary and considered a part-time teacher. I
have all of the work of the full-time people... (committees)
which require countless hours. My reputation has grown
so that I have to turn away students."

...as a faculty wife I was continually, vastly under-
paid (and given no status except 'visiting lecturer'."

"One semester, the asked me to teach a graduate
course..., an offer which I gladly accepted. My title
that semester was not encouraging: visiting part-time
lecturer. (This title was agreed upon only after I
refused to be called a teaching associate.)"

"I am retained as a part-time teacher despite the fact
that my academAc credentials are superior to those of
some of the people for whom I've substituted. I have
heard, from a number of sources, that refuses
to appoint spouses to his faculty, regardless of quali-
fications) or to allow pregnant women to continue working.
The ban on pregnant women covers all women working under
his jurisdiction. This particular man terminated one woman's
appointment because she vas pregnant, not because she
requested the termination. And, once the baby was born,
he wished to hire her.again. How archaic!"

26
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Some wives without terminal degrees reported that there was little

incentive to complete their education because the possibilities of their

being hired were too low:

"I would have been interested in getting a degree

in but felt there was no chance to teach."

"I certainly would ha77'e accelerated my academic work
through these years as a homemaker had I thought there

were a greater possibility of work in the same institu-
tion that employs my husband. ...My final choice
(of field) was a compromise based cn realities; not
the field most interesting to me.. Informally I have

observed reports and comments from professors in
(several departments listed) that, all things being
equal, they preferred to hire male over females-and
usually did so when a female candidate appeared on the

list."

"In , -Lhere is a general discrimination against
faculty spouses...While working toward a Ph.D. in
I realized that the endeavor was useless, since it is
impossible for me to teach in the as long as

my husband is employed there..."

"When approached, the personnel office seemed unbending
in terms of utilizing faculty wives on a part-time basis.
Much real talent has been lost to the university. I did

not go on for a Ph.D. in part because I felt it would
be very difficult to secure a permanent full-time position

at I.U. as a faculty wife."

Other faculty wives mentioned that inadequate child care facilities

had hindered their academic progress:

"Not having adequate day-care facilities at a reasonable
cost had helped keep progress toward the degree slow."

The statements above indicated that many academically slualified faculty

wives either were not considered for employment or were given part-time

appointments with none of the benefits and safeguards of a regular faculty

position. Most of the individuals in these categories felt that their

credentials either were not examined at all becars.:! some feeling against

hiring faculty wives or were not given serious The tenor
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of the remarks suggested that these qualified women were asking 2or the

same consideration granted to c-mer applicants fpr positions in the de-

partments, not for special or u,usual treatmen-L They apparently felt

tIlat the failure to provide such consideration originated a: the departmental

level rather than coming from an unwritten institutional policy that was

r.ore stringent than the Faculty Handbook statement on nepz-tism.

A number of the women with part-time or a,emporary potions noted that

they had not been gran-ted the eatment usually given to men. In one case,

.1he faculty wife employed in -art-time position had been led to believe

that she would be teaching in a particular semester. She began preparation

of her course, only 7-..o be notified five days before the semester began that

she would not be teaching. It is difficult to imagine that a man, holding

a terminal degree in the field as she does, would have been accorded the

same discourtesy. ln_at least three other cases, the women employed in part-

time positions apparently have taught full-time loads, been assigned to

departmental committees, counseled students, and generally have assumed the

responsibilities and obligations of regular faculty members without enjoying

the benefits of regular faculty employment.

It should be noted that a number of women with regular faculty appoint-

ments are faculty wives (17 of 103 women with the rank of assistant professor

or above in 1969-70). Of this number, 15 were married when they were hired

initially by Indiana University and five, or one-third, of these women,

were hired originally in part-time or tangential (e.g., 'visiting") positions.

Transition from the temporary position to a tenure-ladder appointment occurred

only after the receipt of an outside offer, fellowship, or soe other ex-

ternal recognition of professional capability. Obviously, the employing

department at I.U. had access to the same information about the woman's

28
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credentials as t1-2 outside agency and chose not to change her stat.u_, until

forced to do so 73 retain her services. The implication appeared to be

that Indiana University was an s taking advantage of the limited mobility

of these academi(ally qualified 2aculty wives--an attitude which -_a_s already

generated some

In summary, these investiga:ons of the hiring practices showed that

fewer women were hired for regular faculty positions than would be expected

on the basis of :he nuMber of au_alified women; two departmental c_airmen

disapproved of h_ring women; :._lalf_fied faculty wives had difficult obtaining

regular faculty -Dositions and 37.1-2T faculty wives were discouraged from

continuing their educations.

Promotion

The question of possible sex discrimination in promotions was approached

by comparing the average length of time in rank before men and wouwal faculty

were put up for promotion by their departments, and the average length of time

in rank before men and women actually were promoted. This information was pro-

vided by the Dean of Faculties'Office. The Committee also submitted a list of

questions to some members of promotions and tenure committees about policy

matters and about the specific reasons for a few cases which appeared to in-

volve delayed or rejected promotions.

Time in Rank Preceding Recommendation and Promotion.--Over the three-

year period, women had been in rank an average of 6.07 yeals before being

recommended for promotion; men had been in rank an average of 4.84 years before

recommendation for promotion. The average years in rank before recommendation

for promotion are given in Table 8 for each of the three years. Table 9

presents the average number of years in rank before actual promotion Women



were in rank 6.22 years before promotion; men, 4.63 years. Thus, woae:a

were in rank about 1.23 years longer than men before being recommended f-

promotion and 1.59 Y ears longer before actually being promoted.

The primary reason for obtaining both sets of figures was to provi,e

least a rough estimate of the locus of discrimination. A differential iL

the numller of years in rank preceding recommendation for promotion implie-

that the discrimination occurred at the departmental level. The data su--7.-ed

this to be the case. The number of years in rank before actual promotio:

would be based upon the number of years before recommendation plus time

the promotions were denied,' An increase in the differential from years t_

renommendation to the years to promotion would point to nupra-departmental

committees and officials as locus of discrimination. As noted above,

women were in rank 1.23 years longer before recommendation and 1.59 years

longer before promotion. The difference between these two figures was quite

small, indicating that, by comparison with the time before recommendation

by department, the time to actual promotion conferred by higher offices was

not significant. However, to ask the question differently, we computed the

percentage of females and males receiving recommendations who were actua."

promoted. The percentages were 71.4% and 79.2% for women and men, respe=ively,

taken over all three years. This difference was not statistically significant,

corroborating the earlier evidence that the primary source of the /onger time

in rank before both recommendation and promotion was at the departmental level.

The results indicated that women are promoted more slowly than men. It

is possible that women met the standards of teaching, research, and serv:.

necessary for promotion more slwi.y iten but the burden of proof woul

on the University. We did attempt to probe a few cases of alleged slow or

rejected promotion :In the discussions with members of Promotions and tera-=_--,

committees.
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Discussions with Members of Promotions and Tenure Committees.-- A

few members of promotion and tenure committees and administrative officials

were asked about the promotion decisions in specific cases. Some women faculty

members suggested that the delay or denial of their promotions might have been

discriminatory and a few faculty wives made similar charges with respect to

sane women faculty members. The Committee tried to investigate these claims

but we did not have access to personal files. Consequently, we relied on the

consistency of the information we had with the responses made by higher

administrative officers.

We were informed of one slow promotion by the woman involved and by two

administrative officers. The promotion eventually was granted. The tardiness

in making this promotion appeared to have been partially attributable to the

woman's status as a faculty wife. Another case was considered by the Committee

to have been unduly retarded but the indiv5.duals to whom we spoke failed to

concur. The decisinns about promotions in three other cases were judged to have

been fair. Some other women were promoted as fast or faster than their male

colleagues. These women may have been exceptional. One woman expressed surprise

at her promotion; she had evaluated herself as less deserving than colleagues

who were not promoted.

The members of the promotions and tenure committees were queried about

four areas that might have produced subtle discrimination against women.

The first question dealt with the possibility that departments might delay

recommending women for promotion until their credentials presented a more un-

assailable case than was true for men. The individuals polled all rejected

this notion, citing a nuMber of cases which contradicted our contention.

The second question considered the possibility that women might stress

certain areas of professional activity, such as teaching, and place less
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emphasis on research and service. If the reviewing committees placed higher

weights on research or service than on teaching, women might be handicapped.

We asked for an average rating for the dossiers of males and females on each

of the three areas whose promotions had been approved or denied. Our respon-

dents felt that they could not mkae these judgments about the dossiers of

women because the numbers of cases were too small.

The third consideration dealt with the effect of outside offers. Some

studies have shown that women receive fewer outside offers than their male

colleagues. If this is true at Indiana University and if the receipt of an

outside offer facilitates promotion, women might encounter more difficulty

than men. The people with whom we spoke indicated that such offers had very

little Impact upon promotion decisions for either the individual with the

offer or for the other persons being considered at the same' time. It was

conceded that offers might boost salaries, however.'

Some of our faculty respondents were convinced that outside offers

did impress their chairmen. They cited promises of early promotion or

tenure to individuals whose credentials had not been considered as part of

the routine decisions on promotion and tenure that particular year.

Fourth, we asked if the lesser mobility of women might enable the re-

viewing bodies to procrastinate. The response was that promotion'was

unlikely to be affected in this way, salaries might be.

The evidence of discriminaticn 3n sex wa., mo strikirg at the

lower decision levels. The consistent tendency for women to be in rank

longer than men before recommendation and promotion reinforced the pattern

of sex discrimination observed in the hiring practices of Indiana University,

BlOomington Campus.
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Salary

A large. number of women faculty members felt that salary discrimination

existed at Indiana University and our discussions with many male faculty pointed

to salary as the area most likely to show a differential against women, once

women were on the faculty. Obviously, salaries differ as a function of the

legitimate factors that compri3e the professional qualification of a university

professor; our concern was whether or not salary differentials could be traced

to a discrimination based on sex. The results of an investigation by S. Berry

and M. Erenburg of the Department of Economics, Indiana University
5

, on salaries

paid in December, 1968, suggested the.t snch a differential did exist. They

exam1ned the contributions of the following factors to salary: type of appoint-

mant, rank, school of the university, length of time since receipt of highest

degree, and sex. When the other factors were held constant statistically,

men received an average of $98.19 more,per month, than women in 1968. Data

supplied by the Bureau of Institutional Research on salaries paid ruing the

secoud semester, 1969-70, indicated that the differential also was present

at that time. These data were tabulated by rank, marital status, school or

division of the university, and sex (Tables 10-15). In general, men were paid

aore than women of the same rank in the same division of the university.

Neither of these studies considered the factors of research, teaching,

and service, the three areas that contribute to decisions about salary, accord-

ing to the Indiana University Faculty Handbook, p. 24. The Committee decided

against trying to measure the influence of these three variables upon

salary in a direct way. Our reasons were numerous, but the single most

important deterrent that mitigated against a direct approach was that we had

no reliable yardsticks for measuring the performance of all faculty members

35
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seemingly the area most amenOle to quantification, provided problems. No

listing of publications would provide an index of qualify and the mor-,

available listing, Bibliography of the Publications by the Faculty of 7ne

Bloomington Campus of Indiana University, did not contain entries for all

faculty members.

Consequently, a case study approach was employed. The salaries of the

women who felt salary discrimination might exist, as evinced by their responses

to their questionnaire, were compared with the average salary and with the

range of salaries of men in the same department at the same rank. The objection

might be made that our sampling procedure biased the results toward finding

a difference and the charge would be accurate, coincident with our intent.

The demonstration of a single salary differential apparently attributable

to the sex of the individual implies illegal discrimination. The sample

included a nuMber cf departments, schools, and ranks. The second step in

the procedure was to examine the likelihood that salary differentials could be

charged to a sexist discrimination.

Whemver a discrepancy appeared to exist between the salaries of a woman

and the men at the same rank in the same department, we attempted to identify

the man in the same department whose professional qualifications most nearly

matched those of the woman. Information was collected from confidential sources

on the credentials of the individuals until the Committee was satified that

the match was as adequate and as unbiased as mssible. Our suggested matches

were then transmitted to the Dean of Faculties' Office for comments on the

adequacy of the matches. Whenever the Dean of Faculties' Office disagreed with

the Committee's matches, additional information was sought to resolve the

dispute or, if a satisfactory match proved impossible to achieve, the comparison

was eliminated. 42
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After the matching was complete, the monthly salaries of the two members

of each pair were compared. In general, women made $130.53 less per month

than a man in the same field who was judged to have highly similar professional

qualifications (Table 16). Furthermore, the salary differential favored men

in 20 of the 25 matches that were examined. These results implied that, for

at least the matched cases, the salary differentials could not reasonably be

attributed to the legimate areas of teaching, research, or service.

The sex of the faculty member may be linked with her or his "needs" as

perceived by a departmental chairman or dean. Some of the single women faculty

had been informed that they were paid less than their male colleagues (single

or married) because they had fewer needs. Many of these women bear heavy

financial commitments to their families. Some married women reported that they

had been told that they did not need as much money as a man because they were

being supported by their husbands. We maintain that such external considerations

should not influence decisions about salary.

The influence of marital status on the salaries appeared to differ for

the two sexes. An investigation showed that most of the single male faculty

were relatively young. These men would not have had as much time to develop

their teaching and research skills and would not be expected to receive salaries

as high of those of older men. This salary difference may be attributable to

the criter stated in the Faculty Handbook. However, the overall salary

differences between single and married women did not appear to be a function

of age and thus was not related,in any obvious way, to the criteria stated in

the Faculty Handbook to be the bases for salary determinatnon.

The effecbs of marital status upon women's salaries varied with the

employment of the spouse. In 1969-70, the average salaries of women with

faculty spouses were $142 per month less than single women; the average salaries

43
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Table 16

Average Surplus of Male Salaries over Female Salaries of

Rank

Matched Sets, 1969.

Number of Matched Sets
Average Monthly
Disc-epancy

Professor 7 $101.50

Associate Professor 14 $1514.00

Assistant Professor 114 $136.10

Totals 25 $130.53

44
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of women with non-faculty spousea were $1.14 per month less than the salaries

of single women. These figures, although based on small numbers of cases,

suggested that faculty mlves were the most poorly paid cif the women faculty

members. It might be claimed that married women are less productive than

single women so that a salary differential would be justified in terms of their

relative professional contributions. This factor would not explain the differ-

ences in salaries of women married to non-faculty rather than to faculty men.

Furthermore, studies conducted elsewhere found that married women tended to

be slightly more productive than single women.
2

The last salary comparison examined the saiaries of men with faculty or

non-faculty spouses. Men with faculty spouses averaged $115.92 more per

month than men with non-faculty spouses. This comparison was somewhat distorted

by one case in which the faculty husband made $602 per month more than the

average of other married men of the same rank in the same school. Ten of the

faculty men married-,to faculty women had higher salaries than the average

of married men at the same rank in the same school; five made lower salaries.

The responsibilities of faculty members to the University reside in the

areas of teaching, research, and service. The competence of the faculty member

in fulfilling these dbligations should determine her or his salary. Personal

( .aracteristics such as sex, marital status, or needs as perceive( '4 some

departmental chairman or by another official arc irrelevant and should not

be allowed to affect salaries.

Power Position

The Committee examined two sources of "power": joint administrative-

faculty appointments and the composition of the various Promotions and Tenure

Committees of the University.
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Table 17 gives the numbers of men and women holding joint administrative-

faculty positions aver the last three years and the proportions ot male and .

female faculty with such positions. The information summarized in Table 17

was obtained from the Eszisters for each of the three years. Only major ad-

ministrative appointments were tallied. In general, about 21% of the male

faculty alco had significant administrative responsibilities; about 7% of the

female faculty had such responsibilities. We considered the possibility that

more women than men refused administrative opportunities by asking a number of

administrative officers about this possibility. Vre received no information to

support the notion that women were more reluctant to assume administrative

duties; hence, the inference must be that disproportionately fewer women have

been given the opportunity.

The other type of power position was the composition of the promotions

and tenure committees. These data are given in Table 18 tor the schools -with

more than one woman and with regular promotions (and/or tenure) committees.

Both the School of Business and School of Law have only one woman. It she

were on the committee of the school, the proportionate representation would

be spuriously high compared to male representation. The School of' Music uses

somewhat different procedures and was not included.

One woman served on the 12-member All-University Committee in 1967-68

and in 1968-69; no woman served in 1969-70. Over the three-year period,

women constituted 5.6% of this committee. The membership of this comm-Ittee

was then restricted to full professors and in the same years, women comprised

4.6% of the tull professors. Thus, male and female faculty were represented

proportionately on the All-University Committee.

Approximately equal r,apresentation was shown by the promotions committees
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Table 17

Number of M _Ad Women Holding Joint Administrative-Faculty

Appointments, 1967-70

1967-68
Total, including deans
and chairmen

No.

253

Men
% of Total
Male Faculty

21.6

No.

10

Women:
% of Total

Female Faculty

7.5

Deans 46 3.9 2 1.5

Chairmen 62 5.3 2 1.5

1968-69
Total, including deans
and chairmen

247 20.7 10 7.5

Deans 53 4./4 2 1.5

Chairmen
63 5.3 1 0.7

1969-70
Total, including deans
and chairmen

262 22.5 10 7.2

Deans 46 h.o 1 0.7

Chairmen 65 5.6 1 0.7

47



T
a
b
l
e
 
1
8

C
h
a
r
a
c
t
e
r
i
s
t
i
c
s
 
o
f
 
P
r
o
m
o
t
i
o
n
s

a
n
d
 
T
e
n
u
r
e
 
C
o
m
m
i
t
t
e
e
s
,

1
9
6
7
-
7
0

R
a
n
k

N
u
M
b
e
r
s
 
o
n
 
t
h
e

C
o
m
m
i
t
t
e
e
s

W
o
m
e
n
 
C
o
n
s
t
i
t
u
t
e

m
e
n
 
C
o
n
s
t
i
t
u
t
e

S
c
h
o
o
l

Y
e
a
r

R
e
q
u
i
r
e
m
e
n
t
s

W
o
m
e
n

M
e
n

g
o
 
o
f
 
C
o
m
m
i
t
t
e
e

%
 
o
f
 
Q
u
a
l
i
f
i
e
d

A
r
t
s
 
a
n
d
 
S
c
i
e
n
c
e

1
9
6
9
-
7
0

A
s
s
i
s
.
 
o
r

a
b
o
v
e

0
6

0
.
0

6
.
o

1
9
6
8
-
6
9

A
s
s
i
s
.
 
o
r

a
b
o
v
e

0
6

0
.
0

5
7

1
9
6
7
-
6
8

A
s
s
i
s
.
 
o
r

a
b
o
v
e

0
6

0
.
0

6
.
4

E
d
u
c
a
t
i
o
n

1
9
6
9
-
7
0

F
u
l
l

0
6

0
0

1
0
.
9

1
9
6
8
-
6
9

F
u
l
l

0
7

0
.
0

1
2
.
7

1
9
6
7
-
6
8

F
u
l
l

1
6

2
0
,
0

1
4
.
3

O
C

N
I
'

H
P
E
R
 
(
P
r
o
m
o
t
i
o
n
,

o
n
l
y
)

1
9
6
9
-
7
0

A
s
s
i
s
.
 
o
r

a
b
o
v
e

2
4

3
3
.
o

2
8
.
3

1
9
6
8
-
6
9

A
s
s
i
s
.
 
o
r

a
b
o
v
e

2
4

3
3
.
0

2
5
.
6

1
9
6
7
-
6
8

A
s
s
i
s
.
 
o
r

a
b
a
v
e

2
4

3
3
.
0

2
4
.
3

G
r
a
d
u
a
t
e
 
L
i
b
r
a
r
y

1
9
6
9
-
7
0

T
e
n
u
r
e
d
 
f
a
c
u
l
t
y

2
1

6
6
.
7

6
6
.
7

S
c
h
o
o
l

1
9
6
8
-
6
7

T
e
n
u
r
e
d
 
f
a
c
u
l
t
y

2
1

6
6
.
7

6
6
.
7

1
9
6
7
-
6
8

T
e
n
u
r
e
d
 
f
a
c
u
l
t
y

2
1

6
6
.
7

6
6
.
7

A
l
l
-
T
T
 
i
v
e
r
s
i
t
y

1
9
6
9
-
7
0

F
u
l
l

0
1
2

0
.
0

5
.
2

1
9
6
8
-
6
9

F
u
l
l

1
u
.

8
.
3

4
.
5

1
9
6
7
-
6
8

F
u
l
l

1
1
1

8
.
3

4
.
2



47

of HPER and of the Graduate Library School but not by the College of Arts

and Science or by the School of Education. In the College of Arts and Science,

appointment to this committee did not always depend upon rank; hence the total

numbers of men and women wIth ranks of assistant professor and above was used

as the basis for computing the representation. For all three years, six men

and no women comprised the Arts and Science Promotions and Tenure Committee.

In view of the fact that male faculty in the College outnumber women ,culty by

a factor of 10-11 to one, it seems reasonable to expect that a woman would be

appointed to the committee at least once every two years.

The School of Education had one representative from the regional campuses

serving on their committee each year. Because the study was restricted to

Bloomington Campus personnel, the Member representing the regional campuses

was not tallied in the counts to be presented. The members of Education's

committee, all full professors, were six men and no women in 1969-70; seven

men and no women in 1968-69; six men and one woman in 1967-68. Over the

three-year period, 19 of the 135 male full professors (14.1%) served on the

committee and only one of the 17 female full professors (5.9%) served.

The survey of power positions indicated that women are less likely than

men to have major administrative responsibilities in addition to teaching

duties and that this discrepancy cannot be attributed to a greater tendency fo.

women to decline administrative opportunities. Women were represented propor-

tionately on the promotions and tenure committees of the All-University,

HPER, and Graduate Library Schools; women were underrepresented on these

committees of the College of Arts and Science and of the School of Education.
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Summary and Recommendations

Four areas were il,vestigated to examine the possfbility of differential

treatment of women and men on the faculty of India-a University, Bloomington

Campus. The four areas were hiring, promotion, salaries, and power position.

The study of hiring practices showed that there were fewer women on the

faculty than would be expected on the basis of the number of terminal degrees

granted to women fected for voluntary labor-forc withdrawal. Academically

qualified faculty wives have received discriminatory treatment and two

departmental chairmen stated that they disapproved of hiring women.

The inveatigation of promotions showed that women were in rank longer

than men before being recommended for promotion and before being promoted.

The salary comparisons indicated that women were paid less than men, on

the average, when school of the university, and rank were taken into account.

Flirt:her, married women, particularly facl;lty wives, were likely to have low

salaries These statements were cooroborated by cmparisons between salaries

raid to women and to men whose professional qualifications were approximately

equal.

The analyses of power position showed that a smaller proportion of women

held joint faculty-administrative positions and that they were not always

rapresented on promotions committees in proportion to their numbers.

The data suggested that there has been discrimination against women in

these areas. As the result of Ithese findings, the Committee makes the

following recommendats to Indiana University, Bloomignton Campus:

50



49

Recommendation 1. Polic.
a. The University shall not discriminate against persons on

the basis of sex or marital status in hiring, promotion,
tenure, salary, power position, or in any other area.

b. The Chancellor shall appoint some memberCs) of his office
or Gf the faculty to survey all policies which might
discriminate against women in the university community
either by explicit statement or in fact. This person
or persons would review progress on all of the accompany-
ing recommendations and report the progress annually.

c. Whenever the University announces its policy prohibiting
discrimination, it should state that discrimination
based on sex also is prohibited.

d. The University shall Impose appropriate sanctions upon
the personnel who discriminate against persons on the basis
of sex.

Recommendation 2. Hiring. The Chancellor's Office shall issue a
directive to all deans and departmental chairmen instructing
them to increase the ratio of women on the faculty of Indiana
University; This directive should be issued immediately and
would be implemented in the following ways:
a. Dossiers of applicants shall be treated equally, without

regard to sex or marital status.
b. Whenever the credentials of a woman match or exceed those

of a male competitor, the woman shall be given the offer.
This policy should remain in effect until the ratio of
women on the faculty in regular positions equals the ratio
of women receiving terminal degrees. At all times in the
future the ratio of women on the faculty should approximate
the ratio of wcmen with terminal degrees.

c. The departments and schools should actively seek out
qualified women by making statements about our policy in
their recruiting activities.

This recommendation should result in an increase in the number of qualified

women on the faculty. It also provides an opportunity for the hiring of women

whose dossiers may not be superior to those of a male applicant. Frequently,

it is difficult to differentiate between the credentials of new Ph.D.'s and

ptIst practices typically gave a chance to develop and demonstrate professional

competence to men but not to women. We would like equalize these opportunities.

Recommendation 3. Salary. Immediate steps should be taken to remedy
salary differentials that exist for women presently on the faculty.
All decisions about salary shall be based on the critieria stated
in the Eallqty. Handbook, excluding all cther considerations.
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The Committee realizes that the salaries of male colleagues may increase by

lesser amounts as the salaries of women are made commensurate with those of

comparable males. The recommendation was designed, in part, to eliminate

factors such as limited mobility, fewer outside offers, and marital status as

determinants of the salary decisions.

Recommendation L. Promotion.
a. _The Chancellor's Office shall stipulate that at least one

woman be appointed to the All-University Promotions and Tenure
Committee and that deans be instructea to appoint women to
their Promotions and Tenure Committees whenever feasible. Hope-
fully, the presence of women on these ovnmittees will help to
prevent the possibility that discriminatory attitudes might in-
fluence decisions about promotion and tenure.

b. The members of the committees should be: made aware of the
subtle factors that tend to operate against women and
should be instructed to attempt to av oid letting any of
these-considerations influence their thinking.

c. After proportionate representation 1ia5 been achieved on
the entire faculty, representation '-)n the committees should
be proportional.

d. When thc.- All-University Promotion and Tenure Committee
conducts its routine check of persons who have not been
recommended for promotion after a set Period of time,
particular n.ttention be directed toward asSessing the
possibility of discrimination on the basis of sex.

It seems particularly necessary to have women on these committees whenever

decisions may be made about other women. In a f schools, with ono or two

women on their faculties, appointment to the Promotions and Tenure Committee

of that school might constitute a hardship for the woman by requiring her con-

tinuous service or by reducing the likelihood that her name would be considered.

Such cases would contraindicate the appointment of a woman to the school's

committee.

Recommendation 5. Power Position. A stroiag positive effort should
be made to involve women n significant administrative and committee
'appointments within the University.

Recommendation 6. Maternity Leave. The University should'adopt
a written policy allowing women to take a one-semester leave of absence

per pregnancy. This leave would be without paY. Time on leave would
not count toward tenure, the possibily delaying the tenure decision
occasionally, but would otherwise be treated as leaves of absence
granted for any other reason.

The University might consider the possibility of granting paternity leaves also.
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Recommendation 7. Independence of Faculty Spouses.

a. The Chancellor shall instruct all de s and departmental chair-

men that all decisions, including those in the areas cited in

the previous recommendations, be based on the performance of the

individual in question and not upon her or his status as a faculty

spouse.
b. Whenever the spouse of a faculty member or prosepctive faculty

member applies for a position, the application shall be accorded

the same consideration given to other applications.

c. If the applicant is in the same department or area as the

spouse, the departmental chairman or dean may request that the

Dean of Facul, '12 appoint a committee of three people from

allied fields to make an evaluation of the credentials of

the applicant. This committee will report its evaluation to

both the Dean of Faculties and to the departmental chairman or

dean.
d. No person shall be denied consideration because her or his

spouse has not be granted a position or because the spouse

will not be continued in a position at Indiana University.

The Committee realizes that in cases of joint authorship or other types of

professional collaboration it is difficult to evaluate the contribution of

each individual. However, this judgment should be possfble, given sufficient

study.

Recommendation 8. Child-care Facilities. The University has a

obligation to review the local child-care facilities to insure

that lack of child-car,:, opportunities is not operating as a

deterrent to wom,F.tn. If the existing facilities are found to be

a deterrent the University should take positive steps to provide

such facilities.

The Committee discussed some of the different forms of child-care centers and

facilities that presently exist in Bloomington. Our casual discussions were

not based on a thorough study of the operations that exist, and it became

obvious.that such a survey is ecessary to fully describe the existing arrange:-

ments. We noted that the university community might benefit in various ways

from adequate child-care operations. 'The first, and most obvious service is

the care of children. In addition, arrangements might- be worked out to permit

some departments to cooperate with the child-carL centers for teaching-train

ing purposes. The opportunity to observe numerous children from infancy until

the age-Of about five years woulf: ,?rovide a valua'ple, difficult-to-obtain

experience for-all students of child behavior.
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The Committee recommends to the I.U. Chapter of the AAUP*

Recomendation 9. Study of the Status of Part-time Faculty.

The AAUP shall appoint a committee to study the status of part-

time faculty at Indiana University.

The responses from soma faculty wives suggested that part-time employment was

being used as a technique to maintain their services without providing any

guarantees (even short-term) about future emplyment and without paying s:1ricc.

that would be commensurate with the qualifications of these women. We recommend

that the study include both females and males employed in part-time positions.

January 120 1971

Dorrit C. Cohn
Marcia A. Dalbey
Dan Hopson, Jr.
Ann R. 1:rowitz
William W. Lynch
Margaret J. Peterson
Richard L. Pfister
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Footnotes

1
The Concerned University Women is an organization composed of women faculty,

graduate students, and professional employees of Indiana University,

Bloomington Campus.

2Folger, J.K., Astin, H.S., & Bayer, A.E. Human resources and higher education.

New York: Russell Sage Foundation, 1970. Pp. 288-304.

Simon, R.J., Clark, S.M. & Galway, K. The woman Ph.D.: A recent profile.

Social* Problems, 1967, 15, 221-236.

3Sex discrimination: Campuses fact contract loss over HEW demands. Science,

1970, 170, 834.

4The questionnaire prepared by the Concerned University Tibmen covered the

proportionate representation of women among graduate students, and T.A.'s

in the departments, on the faculty, the numbers of women applying for faculty

positions, the numbers who -e/3 interviewed and who 4ere hired in the last two

years, the numbers of husbanu-wife teams employed, etc. The responses to some

of these questions had to be discarded for a variety of reasons. The numbers

of graduate students and T.A.'s who were or were not women occasionally were

given in approximate figures or not at all; definitions of a job applicant

different widely from department to department.

5Berry, S., and Erenburg, M. Earnings of professional women at Indiana Univer-

sity. Mimeographed paper, 1970.


